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Introduction
In this assignment I will be looking to demonstrate the importance of development within the workplace and how a company may go about doing this. In the twenty first century there has been an increased focused on development in organisations and how individuals may grow and develop in the workplace (Cauley et al, 2002). 
What is the difference between employer and employee development?
Employees and organisations view development very differently. Large organisations, such as Companies House, are looking to improve the business, expand and recruit. Employees, however, are wanting to develop for their own personal journeys and futures. To achieve success employers must notice the difference between the organisations develop and employee’s development. This is why employer-employee relations are key in the journey to success for an organisation (Savolainen, 2000). 
For an employee, career development begins with them identifying their goals, which leads them to assessing their personal strengths and weaknesses. An employee’s focus is primarily on their future and their own personal goals, not the organisations. However, an employee’s development should positively impact an organisation (Hameed & Waheed, 2011). Many organisations, such as Companies House, offer workshops and additional training sessions to employees. This shows that an organisation cares for their employees and wants them to develop (Antonacopoulou, 2000). 
Development, however, is key to employee retention and engagement (Penna, 2007). If an organisation looks like it is modernising and moving towards a better future, it is much more attractive than an organisation stuck in their ways. Employees who are not engaged or opt for the less attractive organisation are more likely to disengage with any sort of development and not wish to proceed in any organisation led events, such as training. 
Some employees therefore view development as a “training” exercise, according to Hughey and Mussnug (1997). Development becomes very tedious. Hughey and Mussnug put this down to most organisations using “soft skills” training approaches. For instance, learning more about a process within the workplace than improving your own personal technical abilities. They found that employees learn better when the training is catered to them. In Companies House, development is important. The organisation wants their employees to grow and improve, but they do not put pressure on you to do so. All new skills that are learnt are through self-development, in which you choose how you wish to train and improve. This is an effective way to advertise development within an organisation as the employee then has complete control over their training and can identify their needs and outline a goal without feeling the pressures from above. 
For an employer, their main focus is on the company, statistics and how well they can perform this quarter compared to last. The difference in focuses is a reason why there can sometimes be a miscommunication between employees and employers when discussing development. The success or failure of the organisation is completely dependent upon the ability for employees to develop (Hameed & Waheed, 2011). When employee performance increases an organisation becomes more effective (Champathes, 2006). This is why employers must not only focus on the development of the company, but the growth in skills within their own workforce. The majority of organisations are touting the importance of knowledge and development to ensure that their workforce remains up to date on internal and external changes/influences (Roper & Pettit, 2010). Organisations must keep track of employees and their development to secure future success. 
Employee’s experience development in a different way to employers. In most organisations, development is forced upon employees and funnelled down the hierarchy as to how one must develop. 
On the other hand, with employers more focused on the customer journey and financial gain they lose sight of their employees who they are forcing to train in certain ways. 
Development for an employer, however, allows them to make a plan for the future and ensure success. Employers pressuring employees to develop ensures that there is positive impact on the business and there is a coherence within the organisation. Everybody is on the same page and can discuss their training. When training is placed in the control of the employees this is where it can become out of hand and lead to business failures (Mincer, 1962). 
Employers must hire effective and efficient managers who can control their employees and outline a plan for the future. These managers can then assess employee training needs and see where they need to improve (Brown and Sitzmann, 2011).





Advantages and Disadvantages of development
There are many pros and cons for development within a company. Some that are smaller on the scale, and some that could be very impactful. Organisations must look to understand how their employees prefer to development and use this to create training programmes or events in the future. 
Organisations may also find that training costs money. Employers must make sure that there are resources for employees to use and develop when in training sessions. This may have a negative impact on the company, depending on the size of the workforce cohort. However, Mincer argues that “education is a process of investment in manpower” (Mincer, 1962). 
Employees may also find that they must undertake their training during working hours. For telephony employees, this will negatively impact their day and possibly impact organisational statistics. At Companies House there are percentages that need to be met daily by telephony teams. If these are not met the figures are sent to board members and assessed. This then looks like the employees have not worked as hard that day or not put as much effort in. However, without context of the situation the board will not know that it may be a day where training is taking place. Companies should hire enough staff so that when there are groups that need additional training, they are able to take time out of their job and complete this. Training activities should be formally organised from the top and then funnelled through the organisation to the bottom for employees to partake in (Mincer, 1962). 
Leadership can sometimes cause friction between the employee-employer relationship. A transformation to a leadership style has been proven to greatly influence an employee’s intention to leave (Sahu et al, 2018). Savolainen (2000) argues that better use of HR can allow a company to thrive. The working relationships between employees and employers paves a foundation for the company to build upon. Savolainen’s research finds that a HR department can ease the pressures of the employer-employee relationship. Without a HR department Savolainen argues there is an emphasis on leadership which causes conflict and friction. A HR department allows the employee-employer relationship to build a mutual trust and a common ground where they can openly speak without confronting one another. Mishra and Morrissey (1990) conducted a study supporting Savolainen’s argument. They revealed that 78% of employees are suspicious of management and develop an “us” and “them” ideology that hinders their working performance. This, again, shows how important a HR department would be to developing the employee-employer relationship and allowing growth within the company. 
A benefit of development within the organisation is employee knowledge. With tailored training programmes employees are able to gain knowledge about the business and any wider changes that may be happening. Experienced employees are known to be more engaged and wanting to develop than those who are new to the business (Parsa, 2009). When employees feel that they are knowledgeable they feel empowered and want to perform better. With experienced, eager to work employees, an organisation can be sure that their customers will be receiving the best customer service they can. Therefore, improving customer satisfaction. It is imperative that organisations ensure their training and development programmes are perfected from the offset. For new employees to see an engaged, developed and coherent workforce it will make them want to learn and develop from the beginning. Companies House has an extensive training programme that all new and prospective employees must follow before they are allowed to be released from training. This ensures that all employees are on the same page and are performing at high standards. 

Development within my workplace
In Companies house, development is down to the individual. Any skills that need to be learnt for new roles are gained through self-development. The organisation has lots of training courses and workshops available for those who wish to progress and develop their skills. It is down to the individual to enrol and take initiative. With Companies House placing all the pressure on employees to develop means that some may never reach their full potential. Large organisations, such as Companies House, must take action and ensure that colleagues are striving to success and continuously trying to grow and develop. Training is offered as soon as you are employed by the company. This is vital when joining a company on such a scale as Companies House is. The company deals with important documents that will be confused and complex to the naked eye. 
Companies House has an overall good employee retention rate. This is down to the benefits they offer that encourages employees to develop and grow within the company, rather than moving elsewhere. 
Initially, as Companies House employees are classed as civil servants the interview process is very rigorous and complex. Candidates are judged based upon their responses to the behaviours Companies House identifies as important for the role. These are usually effective in decision making, adaptable and ideas of progression. Job roles are varied within the company, so it is important that each recruiter has a tailored interview process so that they hire the correct persons. 
With regards to employee retention, Companies House is very employee focused and likes to meet employee expectations. This includes offering a clear pathway to success and career progression. Within Companies House we are offered things such as apprenticeships and recognised qualifications for a variety of professions. Although these are not mandatory, it is a reason for the high employee retention within the organisation. Employees can feel that their employer wants them to succeed and has foundations in place in order for them to do so. 
The job title of a “Civil Servant” is also highly sought after. Working for the government makes one feel much more important and entitled than they would for another job. The job itself is very client focused and important to the balance of businesses within the UK. 
Companies House also has a competitive salary. Findings show that employees are 72% more likely to stay in their job if they have a good salary. In fact, 96% of employees job satisfaction increases when their wage increases (King, 2020).
Employee engagement is also integral to success. Companies House holds many events to ensure that engagement is high. These include teams’ events, such as nights out, bingo nights etc. As well as more job focused events. For instance, training courses, apprenticeships and qualifications – as previously mentioned. These activities ensure that the morale is high within the business and that each employee know they are able to express themselves informally and formally. The ability to grow within Companies House is there should an employee want to follow that path. 
There are opportunities for employees to move departments or receive promotions. These are all included in why there are high employee retention rates and engagement within the Company.
Companies House is very employee focused, as it is governed solely by the Government and councils. Employees, therefore, have great experiences when working for Companies House. There is a clear path to progression that is not pressured upon the employee. Employees salaries are competitive but also higher than the average. Although there are not bonuses, like other companies, the other perks of the job and company eradicated any feelings towards this. 




DEVELOPMENT METHODS
What is important for development? 
Training and development are receiving more and more attention and investment from organisations in recent years (Van Buren, 2001). One of the reasons for this is that it Improves business and trade and improves the coherence throughout the business with employees.
It is important for development that the organisation focuses on optimising what tools, methods, and content, when combined will provide the maximum benefit to its employees (Salas & Cannon-Bowers, 1997).
Being engaged and focused, employees are much more likely to want to develop in the organisation rather than disengaged employees. As retention is so important for companies, it is wise for them to focus upon development that is effective for its employees rather than wasting resources on development that does not provide the development needed for employees.
Development also keeps the employees learning throughout their time with the company. This keeps them engaged and wanting to develop further.
Training and development also allow remote companies, such as Companies House, to still build together and reduce the need to be face-to-face to do this.
Development can also reinforce business values if the training is centred around delivering the organisation's mission. In this way it will develop the employee in ways that will add purpose to its values.
It is important at the beginning of the development process to analyse what is required from any training. This needs to be done at three levels, organisation, job or task, and person analysis (Goldstein & Ford, 2001).
Firstly, the organisation must analyse what development is needed to obtain the company goals, the cost versus the benefit and how and when it will be delivered. Secondly, they need to analysis what jobs or tasks require development to gain the desired impact. Thirdly, they need to analyse which persons need to be developed and if they are capable of the level of development required to obtain the goals.
The effectiveness of the training relies a lot on the person being trained. Therefore, it is important to determine if the characteristics of the person are malleable to take on the development given. Development viability needs to consider if the person is trainable, and things like personality, age, and attitude needs to be considered. These factors can all influence the motivation of the person.
For example, an individual with a mastery orientation is generally more motivated to learn rather than a person with a performance orientation (Colquitt & Simmering, 1998; Fisher & Ford, 1998; Phillips & Gully, 1997). Mastery orientation refers to a person’s willingness to master new material, they are willing to make mistakes and are not overly influenced by performing well to impress others.
Other attitudes such as job involvement, career exploration and organisational commitment have been shown to relate to development motivation as well (Colquitt et al., 2000; Facteau, Dobbins, Russell, Ladd, & Kudisch, 1995; Mathieu, Martineau, & Tannenbaum, 1993; Noe & Schmitt, 1986; Tannenbaum, Matthieu, Salas, & Cannon-Bowers, 1991).

In Summary, it is important to for development to focus on what is needed to achieve the desired goal and what methods and materials when combined will bring about the most benefit. 
It is also just as important to focus on the right area of the business and to select the right persons to develop as well. All this needs to balance the business and employee needs for maximum affect.



















Ensuring that employee expectations are met
Managing the expectation of the employee being developed also critical for development. As discussed in the last section, there are different characteristics that employee’s display which means that expectations will inevitably differ when it comes to development. 
A performance orientated person for example may see development as a way of improving their performance. If they deal with 20 customers a day, they may think that after development they will be able to deal with 25 customers a day but if the development aims to improve the customer experience this may mean that they deal with only 15 customers a day because they have given each customer a better experience. In their mind they would assume their performance has dropped but the organisation may see that as an improved performance as that customer is gaining more value and is more likely to recommend the company to their family and friends.
In this kind of situation, it is important for the organisation to impress its values and goals on the employee in order to manage their expectations of the development and re-align what success and a better performance looks like. 
Equally, a person who has a job exploration orientation could see development as another string in their bow for the purpose of climbing the corporate ladder, and although this may help later on in their career, it may not be the goal of the development. The development goal may be to better the performance of persons in that particular role rather than giving those persons greater knowledge to use in other positions. Again, this makes it important to outline the purpose of the development at the outset to ensure that all persons undertaking the development are aware of the purpose of the development, and therefore not expect some kind of promotion when the development has concluded.








SMART PLAN
	Specific
Companies house will introduce a quarterly bonus based on employee performance and development.
Employee targets will be set and anyone who goes over and beyond their targets will be eligible for a bonus.
	Bonuses to improve employee engagement.

Weekly training sessions.

1-2-1 meetings with managers every month to assess training needs.

	Measurable
Employee’s duties will be mapped, and their core targets set. Any performance that exceeds these targets including personal development will be assessed and rewarded by management. Managers will compare results to ensure fairness across all roles.
	Discussed with manager and board meeting.

Training session attendance marked by trainer.

Meeting updates passed back to higher managers.

	Attainable
Maximum bonus will be set to ensure budgets are kept. Managers will have    1-2-1’s with employees to explain how they can exceed targets and hit bonuses. Plans for development will also be discussed giving the opportunity to go above and beyond,
	Board to devise a plan and financial structures. 

Group a training team to plan training sessions.

Manager to arrange and book in 1-2-1’s monthly.

	Relevant
The development will improve engagement and give employees opportunity to progress by going above their role and developing new ways of working.
	Improves employee engagement.

Improves employee training needs.

Able to discuss concerns or training with manager.

	Time 
Quarterly assessments to be made.
	Check results every 3 months.





The SMART plan shown is a development plan for all level 8 employees to improve their performance, improve their pay, and incentivise them to progress in the company. This plan will bring new innovation to the company, increase employee productivity and increase employee engagement.
As mentioned earlier, the companies house “civil servant” role is seen as a job for life, and although this gives security for employees it does tend to lead to complacency. This bonus incentive will drive employee engagement, not only to hit their targets but also to drive personal development. 
Half of the bonus can be claimed by employee’s by doing one of two things. Either redeveloping a current process to make it more efficient or by training in a new skill that can be demonstrated to improve employee’s performance in some way.
The other half of the bonus can be claimed by exceeding monthly performance targets without dropping quality. The more the employee exceeds their target the more bonus they can qualify for.
The SMART plan also outlines the support the employee receives with regular 1-2-1’s set in place to discuss development, performance and new innovations. It is important that management works with employees to test the viability of innovations and feeds them back to higher management to discuss cost versus benefit. Management will also collaborate to ensure that the bonuses are being fairly awarded and are in alignment with each other.
The objective of this development is to reduce the backlog of work in companies house at the lowest cost possible. It is estimated that it would take another 33 employees to manage the additional workload. Therefore, it is cheaper to pay existing employees and additional quarterly bonus that increases their output. Also, the process innovations will speed up the output by streamlining work areas. Therefore, his development will resolve the backlog at a lower cost than recruiting more employees and make the function continually more efficient over time.
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